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ABSTRACT
As the use of social networking sites (SNSs) in hiring increases, human resources
professionals have become concerned with the increased probability of discriminatory hiring
decisions. At the same time, there is increasing evidence that discrimination towards overweight
and obese applicants has risen in the past decade. The present study addressed these concerns by
examining the impact of an applicant’s weight in a SNS profile picture on the decision to hire the
applicant for a sales position. The impact of the applicant’s gender, body mass index, and
stereotype-consistent behaviors on hiring intentions were examined. In addition, the type of sales
position (face to face or over the phone) were also examined. Results indicated that only
overweight, and not obese, candidates experienced discrimination. Moreover, whereas the types
of behaviors disclosed on social media profiles impact hiring intentions, there were no
interaction effects between applicant weight and the types of behaviors disclosed. Analyses
suggested that stereotype-consistent behaviors associated with conscientiousness (i.e., laziness,
discipline) were a stronger predictor of hiring intentions than behavior that was less work-related
(i.e., unhealthy behaviors). In addition, results suggested that weight discrimination did not occur
more for the in person position than the phone position. Overall, the present study suggests that
disclosing behaviors on social media that reflect negative traits (i.e., lazy, undisciplined,
unhealthy) may impact hiring intentions, regardless of the applicant’s weight. Moreover, while
applicants who are overweight are less likely to be hired than their average weight counterparts,
this discrimination does not occur more often when the applicant engages in stereotypeconsistent behavior.
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CHAPTER ONE: INTRODUCTION

Whereas twenty years ago, the World Health Organization (WHO) was primarily
concerned with the world’s underweight population (World Health Organization, 1995), WHO is
now focused on obesity and has created an international obesity taskforce (World Health
Organization, 2000). Obesity is now an international problem (James, Leach, Kalamara, &
Shayeghi, 2012) that is no longer mainly an issue in Western, industrialized countries (Wang &
Lobstein, 2011) such as the United Kingdom (Laurier, Guiguet, Chau, Wells, & Valleron, 1992),
Italy (De Vito, La Torre, Langiano, Berardi, & Ricciardi, 1999), and Greece (Panagiotakos et al.,
2004). For example, obesity is now common in countries in Asia, a region historically known for
having a thin population (Yoon et al., 2006).
Given that the majority of Americans are now overweight or obese (i.e., two thirds of the
US population is categorized as overweight or obese; NIH, 2010), it is important to acknowledge
the stigmas faced by overweight individuals and their consequences. Overweight individuals face
more stigma than they have in previous generations (Andreyeva, Puhl, & Brownell, 2012) and
research suggests this stigma is perpetuated not only by nonoverweight individuals, but by
overweight and obese individuals as well (Crandall & Biernat, 1990). Some research even
suggests that overweight individuals are more likely to be negatively stereotyped than other
groups such as racial or ethnic minorities (Lerner & Kron, 1972), though research does not
indicate that overweight individuals are higher or lower on any personality trait than individuals
who are not overweight (Roehling et al., 2008). In addition to being highly prevalent, these
weight stereotypes often develop at a young age (Hansson & Rasmussen, 2010; Wolfenden, et
al., 2007) and are thus resistant to change. Even early elementary students are more likely to
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describe obese rather than thin or average drawings of people as “lazy”, “lonely” and “slow” and
less likely to rate obese drawings as “good”, “hardworking”, and “honest” (Hansson, Karnehed,
Tynelius, Rasmussen, 2009). Moreover, these negative stereotypes may lead to discriminatory
behavior even at a young age. For example, children who have negative weight stereotypes are
less likely to interact and befriend overweight children (Wolfenden et al., 2013). A similar trend
is found amongst adults, where research on attitudes towards overweight or obese individuals
suggests that weight stereotypes may lead to discriminatory behavior toward overweight or obese
individuals (Larkin & Pines, 1979). Similar to stereotypes of drug abuse, weight stereotypes are
often justified on the basis that overweight individuals are responsible for their weight (Coke,
2009).
Yet, unlike membership in stigmatized racial groups, classification as overweight or
obese may change several times within an individual’s lifetime. For this reason, it is assumed
that overweight individuals have a great deal of control over their weight, and could no longer be
overweight if they made a lifestyle change (Wang, Brownell, & Wadden, 2004). This belief in
the controllability of weight may lead to stronger forms of discriminatory behavior than other
stereotypes (Anesbury & Tiggerman, 2004) because it allows those who engage in
discrimination to justify their negative attitudes towards the overweight (Crandall & Eshleman,
2003). Although this discrimination often occurs in personal contexts (Puhl & Brownell, 2001),
weight discrimination is also increasing in the workplace (Roehling, 1999; Rudolph, Wells,
Weller, & Baltes, 2009), especially in the selection process (Kleges, et al., 1990; Larkin & Pines,
1979), in compensation (Mason, 2012), or by withholding high quality training from overweight
individuals (Shapiro, King, & Quinones, 2007). Though weight discrimination is not illegal in
most areas (i.e., only the state of Michigan, and the cities of San Francisco, Santa Cruz, Madison,
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Urbana, Binghamton and Washington, D.C. have laws that protect against weight
discrimination), it has the potential to indirectly cause adverse impact because some races are
more likely to be overweight than others (Roehling, 1999). For example, African Americans
have a much higher rate of obesity than Caucasian Americans (Strauss & Pollack, 2001) and
Latin Americans have a higher rate of obesity and Type II diabetes than Caucasian Americans
(Haffner, Saad, Rewers, Mykkänen, Selby, Howard, 1996). Therefore, when individuals are
discriminated against for their weight during the selection process, minorities are
disproportionately affected more than Caucasians (i.e., weight discrimination may indirectly
cause unintentional race discrimination).
To date, most research on weight discrimination and prejudice has focused on the
interview process (Klesges, et al., 1990; Pingitore, Dugoni, Tindale & Spring, 1994). However,
in light of employers’ recent trends towards using social network sites (SNSs; e.g., Facebook,
Instagram, Twitter) to investigate potential employees prior to face-to-face interviews (Clark &
Roberts, 2010), it is possible that weight discrimination and prejudice occurs earlier in the
selection process than previously thought (i.e., previous estimates of weight discrimination in the
workplace may have underestimated the extent of discrimination by assuming it only happens
during face-to-face interviews). Specifically, because SNSs often display images of users (e.g.,
profile pictures; Holahan, 2008), when employers investigate applicants through SNSs, they
often know whether the applicant is overweight, and may engage in discrimination (implicitly or
explicitly) before seeing the applicant in person (Brown & Vaughn, 2011).
Indeed, there is rising concern over the potential for discrimination when using social
media profile as a screening tool (Brown & Vaughn, 2011). Hiring managers routinely utilize
sites such as Facebook to detect negative behaviors that are directly related to occupational
3

safety issues (e.g., checking for a history of substance abuse for a machinist position; cite).
However, individuals routinely make character evaluations based on more benign behaviors on
social networking sites (Cain, Scott & Akers, 2009; Walther, Van Der Heide, Kim, Westerman,
& Tong, 2008) and these character evaluations can be more negative if the social network user
belongs to certain demographics (Bailey, Steeves, Burkell, & Regan, 2013). Therefore, it is
important to explore whether these character assumptions may actually introduce bias when
making hiring decisions. The primary purpose of this study is to examine weight discrimination
that occurs when employers view SNSs for hiring purposes. No previous research has examined
how SNSs may impact weight discrimination and prejudice in the selection process (Brown &
Vaughn, 2011) and very little research has focused on whether the type of occupation that a
potential employee has applied for may impact the degree of discrimination towards overweight
or obese individuals. For example, research on sales and retail discrimination suggests that nonoverweight individuals are preferred for face-to-face positions (Bellizzi & Hasty, 2000);
however, no studies have directly examined whether this differs from positions that are not faceto-face.
Another factor that has been unexplored in the weight discrimination literature is whether
stereotypes may have more or less of an influence on weight discrimination. Previous research
has indicated that stereotype consistent behavior acts as a prime for discrimination to occur
(Crandall & Eshelmann, 2003; Crandall, Eshelman, & O’Brien, 2002). Yet the role of stereotype
consistency has been overlooked in the present literature. Specifically, little research has
explored how presenting evidence that an overweight individual is lazy or unhealthy may impact
the expression of prejudice. The current study examines whether the type of stereotype that is
reinforced through behavior disclosure on social media has an impact on the level of
4

discrimination. In addition, the current study examined how gender moderates these effects.
Previous research has suggested that women, especially obese rather than overweight women,
are more likely to experience discrimination (Andreyeva, Puhl & Brownell, 2008). Therefore, in
the current study, I examined how sex and incremental differences in weight impacts the degree
of weight discrimination. Overall, the study sheds light on the various features of social media
profiles that impact weight discrimination; this will ultimately inform human resource
professionals of the potential risks of using social networking sites during the selection process.

5

CHAPTER TWO: LITERATURE REVIEW
Sources of Weight Stereotypes
Weight Discrimination and Controllability Beliefs
One of the overaching themes in weight stereotypes is that being overweight is associated
with having an unhealthy, indulgent lifestyle (Liebenstein, 2012) and that the overweight
individual lacks self-control (Brownell, Puhl, Schwartz & Rudd., 2005) and is slothful (Staffieri,
1967). This attitude may stem from the association that individuals who are overweight have
complete control over their weight, and that they could lose the weight if they were motivated
(Allison, Basile & Yuker, 1991). While personal choices may have an impact on being
overweight (Lahti-Koski, Pietinen, Heliövaara, & Vartiainen, 2002), weight is also very strongly
related to other factors not directly in an individual’s control. These factors include
socioeconomic status (Sobal & Stunkard, 1989), genetics (Bell, Walley, & Froguel, 2005),
preexisting medical conditions such as hormone disorders (Gambineri, Pelusi, Vicennati,
Pagotto, & Pasquali, 2002), and overall stress levels (Björntorp, Rössner, & Udden, 2001).
Though these factors are less related to an individual’s actions, it is generally assumed that an
individual’s weight is mainly a result of behaviors, even among health care professionals
(Harvey & Hill, 2001). Research indicates that individuals who have controllability beliefs are
more likely to negatively stereotype overweight individuals (Tiggemann & Anesbury, 2000)
because controllability beliefs are a direct antecedent to weight stereotypes (Crandall, 1994;
Crandall & Martinez, 1996). When controllability beliefs are corrected, stereotyping decreases
(Anesbury & Tiggemann, 2000), consistent with research on other forms of stigma that are
related to controllability beliefs (Hegarty & Golden, 2008).
6

The relationship between controllability beliefs and stereotyping is evident in the content
of commonly held weight stereotypes; negative stereotypes of overweight individuals imply that
being overweight is a direct result of certain behaviors (e.g., eating junk food; Neumark-Sztainer,
Story, & Harris, 1999) and certain traits (e.g., lack of motivation; Wang, Brownell, & Wadden,
2006). Overweight individuals are often stereotyped as having less restraint than non-overweight
individuals (Maddo & Liederman, 1969). They are often seen as being generally lazy (Price,
Desmond, Krol, Snyder & O’Connell, 1987) and hedonistic (Bocquier, et al., 2005) compared to
non-overweight individuals. Both children (Hill & Silver, 1995) and health professionals
(Neumark-Sztainer, Story, & Harris, 1999) stereotype overweight individuals as engaging in
fewer healthy behaviors. Some research suggests that activation of these stereotypes may
actually encourage overweight individuals to act in a stereotype-consistent manner. For example,
when overweight women were exposed to weight stereotypes, they were less likely to engage in
healthy behaviors such as exercising and dieting (Seacat & Mickelson, 2009).
Beautiful is Good
Not all negative weight stereotypes stem from controllability beliefs. Perhaps the most
pervasive sources of negative weight stereotypes is its perceived link to physical attractiveness,
partly because physically unattractive individuals are generally rated lower on positive
personality traits. These personality traits include social competence (Bassili, 1981), general
likability (McCroskey & McCain, 1974), outgoingness (Berscheid, & Walster, 1974), mental
stability, warmth (Feingold, 1992), and intelligence (Ritts, Patterson & Tubbs, 1992). This effect
is known as the “beauty is good” or general physical attractiveness stereotype (Dion, Berschied,
& Walster, 1972). Whereas early research suggested that body proportion was the primary
determinant of body shape attractiveness (Tassinary & Hansen, 1998), much research suggests
7

that BMI determines attractiveness more than waist-to-hip ratio (Tovee & Cornelissen, 2001),
especially in women (Fan, Liu & Dai, 2004). Both men and women of a higher socioeconomic
status tend to rate thinner figures of the opposite sex as more attractive; this relationship is
stronger than the relationship between ratings of physical attractiveness and facial attractiveness
(Swami & Tovee, 2005). Past theory has suggested that BMI and body type preferences are an
evolutionary mechanism, as higher BMIs may indicate that a potential mate has certain health
problems (Gangestad & Scheyd, 2005). However, the relationship between BMI and
attractiveness also appears to be unrelated to the perception that weight is related to health;
individuals typically indicate a lower BMI for optimal attractiveness than for optimal health
(Stephen & Perera, 2014), suggesting that the desirability of a lower BMI is related more to
aesthetic preferences.
The association between weight and physical attractiveness is also apparent in the content
of weight and physical attractiveness stereotypes, further suggesting that negative weight
stereotypes may stem from associations between weight and attractiveness. Physically attractive
individuals are rated higher on perceived social competence and interpersonal ease (Bassili,
1981) and assumed to be less anxious in social situations (Calvert, 1989), whereas overweight
and obese individuals are often viewed as less socially competent than their peers (Cann, 2001).
Whereas individuals who are seen as physically attractive are rated as more likable after
romantic interpersonal reactions (McCroskey & McCain, 1974; Stroebe, Insko, Thomspon &
Layton, 1971), overweight and obese individuals are rated as lower on romantic qualities
(Pearce, Boergers, & Prinstein, 2002). Just as overweight individuals are seen as less intelligent
(Puhl & Brownell, 2006), physically attractive individuals are often rated higher on intelligence
(Ritts, Patterson & Tubbs, 1992). In addition, both weight and physical attractiveness impact
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ratings of competence after viewing candidate resumes (Dipboye, Arvey, & Terpstra, 1977) or
resumes (Raza & Carpenter, 1987). Thus, it appears that overweight and obese individuals may
be negatively stereotyped because they are seen as less physically attractive.
Weight Discrimination and Culture
Another possible source of weight discrimination is culture. Recent trends in media
suggest that being overweight is increasingly being associated with negative traits (Himes &
Thompson, 2007). For many centuries, weight was associated with affluence (Furnham &
Alibhai, 1983) or cheerfulness (e.g., Santa Clause; Craig, Bauman, Phongsavan, Stephens, &
Harris, 2006). Although these positive stereotypes are still common in some cultures (Hebl &
Heatherton, 1998), it is unclear why weight stereotypes have become increasingly negative in the
last century. One reason could be that, as indicated above, weight is associated with
attractiveness. Content analysis of images of models in magazines (Petrie, et al.,1996) and
pornography (Leit, Pope & Gray, 2001) support this assertion; thinner and more muscular bodies
have become increasingly more attractive in the last forty years, concurrent with increases in
negative weight stereotypes. In addition, both men and women in the US and Asia indicate a
lower BMI for optimal attractiveness than optimal health (Stephen & Perera, 2014). This
relationship may be stronger in certain regions (Mo, Cheung, Gledhill, Pollet, Boothroyd, &
Tovée, 2013), as different ethnic groups (Ackerman, 1990) and cultures (Cunningham, Roberts,
Barbee, Druen, & Wu, 1995) have different standards of beauty that extend to facial beauty
(Cunningham, 1986) and body type preferences (Furnham & Baguma, 1994). Yet recent research
suggests that a lower BMI is considered desirable across cultures (Stephen & Perera, 2014;
Swami & Tovee, 2005; Swami & Tovee, 2007).
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Culture may also impact weight stereotypes depending on how weight is related to
socioeconomic status. In western countries, the low price of unhealthy but caloric meals (Jeffery,
Baxter, McGuire, & Linde, 2006) has led to an association between being overweight and being
lower class (Herndon, 2005). The association between obesity and class also opens the door for
several other negative associations, as individuals from lower income levels are often
stereotyped as unmotivated (Brochu & Morrison, 2007) and impulsive/poor decision makers
(Hepburn & Locksley, 1983). Conversely, in cultures where unhealthy food is not plentiful,
weight stereotypes are typically positive, as being overweight is associated with affluence
(Furnham & Alibhai, 1983). In addition, western nations, especially the US, have been shaped by
Puritan ideology, which emphasizes abstaining from indulgence (Crandall, 1994). Overweight
individuals may experience more negative stereotyping in regions with more Puritan influences
because, as mentioned earlier, being overweight is associated with having an unhealthy
(Liebenstein, 2012), impulsive (Puhl & Brownell, 2001), and inactive lifestyle (Greenleaf,
Chambliss, Rhea, Martin, & Morrow, 2006). In fact, individuals who strongly endorse the
Protestant work ethic also are more likely to express prejudice towards overweight individuals
because it is associated with controllability beliefs (Crandall, 1994). Similar to physical
attractiveness, this relationship suggests that culture may impact the content of stereotypes by
influencing another source of weight stereotyping (i.e., controllability beliefs). Thus, it appears
that controllability beliefs, physical attractiveness stereotypes, and culture all contribute to the
formation of weight stereotypes, and that these sources may be interrelated.
The Development of Weight Discrimination
Stereotypes are an antecedent to both prejudice (Ehrlich, 1973) and discrimination
(Larkin & Pines, 1979). Stereotypes are formed as part of an automatic categorization processes
10

(Allport, 1954) when an individual is exposed to a set of associations via repeated activations in
memory (Shiffrin & Dumais, 1981). This repeated exposure often comes from sources outside of
the individual, such as mass media (McGhee & Frueh, 1980). Weight stereotypes in particular
may be formed through exposure to mass media (Ata & Thompson, 2005) as evidence suggests
that children who are exposed to more media are far more likely to negatively stereotype
overweight individuals (Latner, Rosewall & Simmonds, 2007). Current popular media reinforces
stereotypes of overweight and obese individuals as sloppy and lazy (Tiggemann & Rothblum,
1988; Wang, Brownell, & Wadden, 2006). This is in sharp contrast to more positive weight
stereotypes presented by the media in the earlier part of the twentieth century, when being
overweight was associated with friendliness (Crisp & McGuinness, 1976). Conversely, television
shows tend to glorify incredibly thin bodies, especially female thin bodies; roughly one third of
female characters on television shows are underweight (Greenberg, Eastin, Hofschire, Lachlan,
& Brownell, 2003). Whereas larger males are often idealized, male characters’ larger body mass
tends to be due to muscle rather than fat (Ricciardelli & McCabe, 2003). Following theory on
stereotype formation (Allport, 1956; Katz, 1976), repeated exposure to negative information
about overweight individuals in mass media often facilitates stereotype activation at a very
young age. Elementary aged children tend to rate overweight children higher on negative
characteristics (Brylinsky & Moore, 1994; Hill & Silver, 1995; Tiggemann & Wilson-Barrett,
1998) and less likable than children with other physical flaws such as facial scarring
(Richardson, Goodman, Hastorf, & Dornbusch, 1961), though this negative stereotyping can be
mitigated by changing controllability beliefs (Anesbury & Tiggerman, 1999).
Once a stereotype is formed, the stereotype is often automatically activated (Smith &
Branscombe, 1988). According to the justification suppression model of prejudice (Crandall &
11

Eshelmann, 2003), activation of a stereotype may lead to prejudice (Ehrlich, 1973), which then
leads to behavioral intentions or discrimination (Crocker, Major, & Steele, 1998) in certain
situations. In some situations, prejudice arising from stereotypes may be suppressed. This
process may occur due to social norms (Campbell, 1947), the presence of an audience (Crosby et
al., 1980), empathy (Gray & Ashmore, 1975), etc. However, in some situations, an individual
may attempt to justify prejudice towards a member of a stereotyped group through stereotype
consistency (Crandall, Eshelman, & O’Brien, 2002), victim blaming (Ryan, 1972), or belief in a
just world (Lerner, 1980). For example, prejudice towards an overweight individual may be
justified if the individual is seen engaging in undisciplined behaviors. In these cases (i.e., where
an individual is able to justify prejudice), discriminatory behavior occurs.
The relationship between stereotypes and prejudice is apparent in certain trends. The
proliferation of negative weight stereotypes has led to a concurrent increase in weight
discrimination in the western world (Swami, Chan, Wong, Furnham, & Tovée, 2008). Similar to
discrimination based on physical attractiveness, most overweight individuals report being the
target of weight discrimination and prejudice in their personal lives (Puhl & Brownell, 2006), in
romantic relationships (Cawley, Joyner, & Sobal, 2006), and in educational settings (NeumarkSztainer, Story, & Harris, 1999). Overweight children are more likely to be bullied well into
middle school and high school (Puhl, Peterson, & Luedicke, 2013). This mistreatment often also
extends into adulthood; many adults engage in weight discrimination and prejudice towards
overweight individuals (Andreyeva, Puhl & Brownell, 2008). Most overweight individuals report
being the target of weight discrimination and prejudice in their personal lives (Henry, 2009).
Overweight individuals also face stigma from health care professionals and teachers (NeumarkSztainer, Story & Harris, 1999).
12

Weight Discrimination in the Workplace
Weight discrimination is also now a major concern in workplaces (Kristen, 2002). Much
of the research on weight discrimination in the workplace has focused on outcomes once an
overweight individual has been hired. For example, research has suggested that overweight
individuals make less money (Falkner, French, Jeffery, Neumark‐Sztainer Sherwood, & Morton,
1999), are promoted less than their average weight coworkers (Puhl, Andreyeva, & Brownell,
2008), receive less support from coworkers (Swami, Chan, Wong, Furnham, & Tovée, 2008),
and are judged more harshly when they engage in negative behaviors in the workplace (Decker,
1987). Recent evidence suggests that weight discrimination may also happen during the selection
process (Solovay, 2000). For example, recent work indicates that overweight individuals are the
target of discrimination in interviews (Schwartz, Chambliss, Brownell, Blair, Billington, 2003)
and that overweight and obese applicants are rated lower on selection tests, regardless of
differences in performance (Larkin & Pines, 1979). They also are less likely to be hired in
laboratory studies when participants are given identical resumes (Pingitore, Dugoni, Tindale, &
Spring, 1994) and overweight individuals receive lower performance appraisals even when they
are at higher levels of the organization, regardless of activity level, extraversion,
conscientiousness, race, and gender (King, Rogelberg, Hebl, Braddy, Shanock, Doerer, &
McDowell‐Larsen, 2014).
Although weight discrimination may occur in all occupations, there is some evidence that
weight discrimination may be more prevalent in certain types of occupations. For example,
whereas it is generally advantageous for men to be attractive in all occupations, attractive women
are at a disadvantage for jobs associated with masculinity (e.g., the beauty is beastly effect;
Heilman, & Saruwatari, 1979). Thus, women with higher BMIs may actually have an advantage
13

for jobs that are gender-incongruent. At the same time, other occupations may have higher rates
of weight discrimination because of BMI’s association with physical attractiveness.
Attractiveness is associated with higher ratings of performance in fields that require making a
good initial impression on clients, regardless of gender (e.g., sales; McElroy & DeCarlo, 1999).
Thus, while weight discrimination may happen in most work places, weight’s relationship with
discrimination may partly depend on the occupation because characteristics associated with
being a certain weight may also be associated with perceived job requirements. This relationship
may be explained by a perceive lack of fit (Heilman, 1983).
The Lack of Fit Model and Weight Discrimination in the Workplace
The lack of fit model may explain how weight stereotypes lead to discrimination in the
workplace, especially within certain occupations (Heilman, 1983). The lack of fit model suggests
that, in addition to formal requirements of the job, individuals also have their own concept of
what a job requires that stem from occupational stereotypes (Querseshi & Kay, 1986). In
addition, bias may affect how the employer perceives the candidate through stereotypes about
individuals (Heilman, 1997). This biased perception of the candidate is then compared to the
biased perception of the requirements of the job, and if they are not compatible, the candidate is
perceived as a poor candidate, leading to employment discrimination (Heilman, 1983).
The lack of fit model has traditionally been used to frame how the “beauty is beastly”
effect (Dino et al., 1972) explains bias in performance appraisals (Lyness & Heilman, 2006),
selection (Heilman, 1983), evaluations of success (Heilman, Block, Martell, & Simon, 1989),
and selection of attractive employees in managerial positions. However, the model can easily be
used to explain employment discrimination based on weight. Many jobs have specific
occupational stereotypes (Sartore & Cunningham, 2007). Whereas most of these stereotypes are
14

based on gender (Cejka, & Eagly, 1999; Glick, Wilk, & Perreault, 1995) and race (Watson,
Appiah, Thornton, 2011), some research suggests that certain occupational stereotypes are based
on physical attractiveness (McElroy & DeCarlo, 1999). Thus, overweight applicants may face
discrimination in certain occupations because their weight does not fit an appearance-based
occupational stereotype, leading to a perceived lack of fit for a job. In addition, overweight
individuals are often stereotyped as having negative characteristics that are detrimental to
performance across occupations. For example, overweight individuals are stereotyped as lazy
and unintelligent (Teachman & Brownell, 2001). At the same time, as overweight individuals are
seen as less attractive, they are less likely to be stereotyped as having positive traits that are
beneficial across occupations (i.e., the “What is Beautiful is Good” effect). As overweight
individuals are seen as having undesirable characteristics, employers may also perceive a lack of
fit regardless of the specific occupation.
SNSs and Weight Discrimination in the Workplace
Social networking site are “web-based services that allow individuals to construct a
public or semi-public profile within a bounded system, articulate a list of other users with whom
they share a connection, and view and traverse their list of connections and those made by others
within the system” (Boyd & Ellison, 2007, pg. 211). These social networking sites (e.g.,
Facebook, mySpace, Twitter, and LinkedIn) have become increasingly common (Boyd &
Ellison, 2007) and as of 2012, 67% of adults under the age of forty use a social networking site
(Pew Research Center, 2015). Most users utilize social networking sites at least once a week
(Hampton, Goulet, Rainie, & Purcell, 2011) and many visit social networking sites every day
(Ellison, Vitak, Gray, & Lampe, 2014). As social networking sites have increased in popularity,
their impact offline has grown. For example, the most popular social networking site, Facebook
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(Pew Research Center’s Internet & American Life Project Post- Election Survey, 2012), recently
began requiring all users to use their legal name in their profile (Philip, 2013). This policy
change allows employers, admissions committees, and criminals to locate information about
individuals more readily. This move has caused concerns about privacy as many users feel that
their activity shared online should not be used to make judgments about their character offline
(O‘Connor & Schmidt, 2014).
Yet recent evidence indicates that online behavior is a good indicator of traits that impact
offline behavior. Profiles are often scrutinized by peers because they are assumed to be a unique
presentation of an individual’s personality and characteristics (Sunden, 2003) and may even be
used to determine an individual’s broad personality traits (Golbeck, Robles, & Turner, 2011).
For example, behaviors on social networking sites have been linked to narcissism (Buffardi &
Campbell, 2008), extraversion, emotional stability, openness to experience (Correa, Hinsley, &
de Zuniga, 2009), and agreeableness (Muscanell & Guadagno, 2012). Thus, research has begun
to suggest that behaviors reported on social networking sites can be used to make generalizations
about an individual’s behaviors offline as well (Gosling, Augustine, Vazire, Holtzman, &
Gaddis, 2011).
Judgments about a user’s personality and behavior are now no longer limited to an
individual’s “friends” on social networking sites; hiring managers are now utilizing social
networking sites to aide in hiring decisions (Kluemper, Rosen, & Mossholder, 2012). Roughly
50% of hiring managers used SNSs to screen applicants before making a hiring decision as of
2006 (Shea & Wesley, 2006) and this number has quickly been increasing (Zeidner, 2007).
Employers often justify the use of SNSs as a screening tool because self-disclosure of certain
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behaviors may indicate an applicants’ sense of judgment (Finder, 2006) and responsibility (e.g.,
reporting binge drinking; Grasz, 2009).
However, there are many other types of information on SNSs that are not relevant to an
individual’s performance on the job, but may still inadvertently be used to make a hiring decision
(Fuller, 2006). Much of this information could lead to discrimination, such as an individual’s
age, marital status, and race (Kowske & Southwell 2006).In addition, the general attractiveness
stereotype may also introduce more bias into the screening process. Consistent with the “what is
beautiful is good” effect, more attractive users are judged more positively online. Users who
appear to be objectively attractive are rated higher on positive characteristics (Jaschinski, &
Kommers, 2012). This stereotyping leads to discriminatory behavior online. For example, users
are more likely to accept a friend request from another user who has an attractive profile picture
(Greitemeyer & Kunz, 2013). When viewing profiles, users tend to spend more time focusing on
profiles of physically attractive users (Seidman & Miller, 2013) and are less likely to block or
unfriend them than unattractive users (Pena & Brody, 2014). As a result of the bias that is
introduced by viewing an individual’s profile, there is increasing concern that using SNSs in
selection may lead to biased hiring decisions (Zeidner, 2007). Given that the lack of fit model
and the justification-suppression model suggest that information on an individual’s gender and
body type may lead to discrimination, it is very possible that the widespread use of social media
in the hiring process may lead to discriminatory hiring decisions. Thus, it is expected that:
Hypothesis 1: After viewing social network profiles of applicants, the intentions to hire
average weight and underweight individuals will be greater than overweight or obese
individuals.
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Weight Discrimination and Degree of Obesity
In order to discuss the relationship between degree of obesity and weight discrimination,
I begin by discussing prior work on skin tone and race discrimination as an analogous
discriminatory behavior. To elaborate, the degree to which an individual resembles a minority
group may impact the degree to which an individual is racially discriminated against. For
example, within the African- American and Hispanic community, darker skinned rather than
lighter skinned individuals tend to face more prejudice (Hannon, 2014; Hunter, 2005), and
discrimination (Telles & Murguia, 1992) and tend to have a higher socioeconomic status (Keith
& Herring, 1991), whereas darker skinned African Americans are more likely to be unemployed
(Johnson, Farrell, & Stoloff, 1998) and to live in poverty (Bowman, Muhammad, & Ifatunji
2004).
There is some evidence that BMI functions similarly to skin tone in determining
frequency of weight discrimination. It appears that as an individual’s BMI rises, their weight is
more likely to activate stereotypes, leading to discrimination, in the same way that having more
features associated with a minority leads to greater race discrimination (e.g., African Americans
with unstraightened hair and wider noses face more discrimination; Blair, Chapleau, & Judd,
2005). Studies of children suggest that as an individual’s weight moves farther from the midrange of healthy, ratings of likability decrease (Rand & Wright, 2000) and that negative attitudes
towards obese children are reported more often than negative attitudes towards overweight
children (McLeary, 2014). One longitudinal study suggested that as BMI and waist
circumference increases, weight discrimination also increases (Jackson, Beeken & Wardle,
2014). The same trend can be seen when measuring objective outcomes; incremental increases in
weight are associated with decreases in income (Judge & Cable, 2011). Other studies have
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suggested that individuals who are obese (with a BMI of 35 or more) are far more likely to report
experiencing discrimination than individuals who are only classified as overweight (with a BMI
of 25 or more) (Andreyeva, Puhl & Brownell, 2008). Thus, it is expected that:
Hypothesis 2: After viewing social networking profiles, weight discrimination will be
greater towards individuals with a higher ΒMI such that as ΒMI increases, hiring
intentions will increase.
Weight Discrimination and Gender
One factor that may impact weight prejudice and discrimination is gender. Women are
more likely to be judged harshly for their appearance because physical appearance is strongly
linked to female gender roles (Bar-Tal & Saxe, 1976). Most cultures have a “feminine beauty
ideal-- the socially constructed notion that physical attractiveness is one of women's most
important assets, and something all women should strive to achieve and maintain” (Baker-Sperry
& Grauerholz, 2003, p. 711). This feminine beauty ideal is reinforced in childrens’ programming
(Northrup & Liebler, 2010) and literature (Baker-Sperry & Grauerholz, 2003). The feminine
beauty ideal is often used to explain why women are judged more harshly than their male
counterparts (Kaplan, 1978). This effect is especially strong in sex-typed roles (Deau &
Emswiller, 1974; Gillen, 1981), though it often occurs across contexts. Unattractive women are
judged more harshly on their writing skills (Landy & Sigall, 1974) as well as their painting skills
(Murphy & Hellkamp, 1976). They are evaluated as being more accountable for their failures
and less deserving of their successes (Seligman, Paschall, & Takata, 1974). The prejudice
towards unattractive women often leads to discrimination (Cash, et al., 1977). Women’s
attractiveness has a greater impact on their perceived performance across many occupations,
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including teaching (Buck & Tiene, 1989), counseling (Abramowitz, & O'Grady, 1991), and law
(Trafalis, 2005).
A recent addition to the feminine beauty ideal is the “thin ideal”, an extremely thin,
slightly muscular body type (Johnson, Tobin, & Steinberg, 1989) that is unobtainable to the
majority of the female population (Banks, 1992). Though thin female bodies were idealized for
most of the twentieth century, the popularity of the incredibly thin body type has become
increasingly pervasive in recent decades (Sypeck, Gray, & Ahrens, 2004). Conversely, men who
have more body mass are seen as more attractive because they embody masculine body ideals
(Harlow, 1951). Just as unattractive women face more discrimination than unattractive men,
women who do not conform to the thin ideal face more discrimination than their male
counterparts. Obese women are rated higher on negative characteristics (Harris, Harris &
Bochner, 1982), negative weight stereotypes are more often activated by overweight women than
men (Bessenoff & Sherman, 2000), and female weight stereotypes are more salient (Penny &
Haddock, 2007). Women are also sixteen times more likely to report experiencing employment
discrimination (Roehling, et al., 2009) and are less likely to be hired after an interview
(Pingitore, et al., 1994) than overweight males. Thus, it is expected that individuals are more
likely to display weight prejudice and discrimination towards women than men in the current
study.
Hypothesis 3: After viewing social networking profiles, weight discrimination will be
greater towards overweight and obese women than overweight and obese men.
Weight Discrimination in Face to Face versus Virtual Positions
As suggested by the lack of fit model, discrimination may be justified through
attributions of characteristics needed for the job. In particular, if a job is stereotypically seen as
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requiring a certain level of attractiveness (Querseshi & Kay, 1986) and overweight individuals
are considered less attractive (Berscheid & Walster, 1974), employers may engage in
employment discrimination if the employer believes that a job requires a certain level of
attractiveness. Certain jobs are seen as stereotypically requiring a certain level of attractiveness,
from traditionally feminine jobs (Jackson, 1983), sales positions (McColl & Truong, 2013),
management trainees (Beehr & Gilmore, 1982), and clerical jobs and craft occupations (Rooth,
2009). As implied by the lack of fit model (Heilman, 1983), occupational stereotypes about
physical attractiveness may be used to assess an applicant’s fit for a job. In this way,
discrimination is justified because unattractive individuals appear to be a poor fit for the position.
Another way that occupation may impact discrimination is the degree to which a position
requires individuals to interact with clients in person. In general, attractiveness impacts
discrimination to a greater degree in jobs where clients are more likely to see an individual in
person (Gilmore, Beehr, & Love, 1986). This may be partly because customers and clients tend
to have better reactions to more physically attractive service workers (Soderlund & Julander,
2009). In addition, individuals who have certain viewpoints of the world (e.g., prejudices)
assume others also have those same viewpoints (Swann, Stein-Seroussi & Giesler, 1992). Thus,
individuals who have negative reactions to unattractive people may assume that clients who see
the unattractive individual will have similar negative reactions. As overweight individuals are
generally seen as less physically attractive in western cultures, the current study proposes that:
Hypothesis 4: After viewing social networking profiles, weight discrimination will be
greater in jobs that require face-to-face interaction with clients than jobs that involve
virtual interaction with clients.
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Weight Discrimination and Stereotype Activation
Negative attributions come from obesity stereotypes (Lerner & Kron, 1972) that form at a
very young age (Harrison, 2009). These weight stereotypes are connected to the tendency of
prejudiced individuals to assume that a stigmatized group is responsible for their own condition
(i.e., controllability beliefs; Crandall & Eshelmen, 2003). This tendency has been shown in other
forms of stigmatization, such as AIDS based discrimination (Hegarty & Golden, 1992). Research
suggests that overweight individuals in particular are likely to be blamed for their current health
status (Weiner, 1995). Individuals who hold ideologies that are associated with personal
responsibility and will power such as Protestant work ethic and authoritarianism are more likely
to discriminate towards the overweight (Crocker, Major & Steele, 1998). This perceived
culpability for being overweight increases prejudice and discriminatory behavior (Blaine,
DiBlasi, & Connor, 2002).
Activation of obesity stereotypes may be one of the antecedents of weight discrimination.
According to the justification-suppression model (Crandall & Eshleman, 2003), prejudice is
suppressed when an individual is presented with evidence that is inconsistent with a stereotype.
When an individual is presented with evidence that is consistent with a stereotype, the prejudice
is justified, leading to discriminatory behavior. This theory is easily applied to weight prejudice.
Weight prejudice is often perceived as justified when the overweight individual is seen engaging
in impulsive, slothful, and self-indulgent behaviors, confirming the stereotype that overweight
individuals are overweight due to character flaws (Wang, Brownell, & Wadden, 2004).
Therefore, when individuals are presented with evidence suggesting that an overweight person
engages in unhealthy, stereotype-consistent behaviors, prejudice may be perceived as justified,
leading to a higher rate of expressed prejudice. On the other hand, if an overweight applicant
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does not present stereotype-consistent behaviors, the prejudice is suppressed to a certain degree.
Thus, it is expected that overweight candidates who engage in stereotype-consistent behaviors
are more often the target of prejudice and discrimination.
Hypothesis 5: After viewing social networking profiles, weight discrimination will be
greater when the applicant displays stereotype consistent behaviors.
Weight Discrimination and Job-Relevant Stereotype-Consistent Behaviors
Individuals may attribute a plethora of negative characteristics to the overweight (Harris,
Harris & Bochner, 1982), one of the most common is that overweight individuals tend to engage
in unhealthy rather than healthy behaviors (Himes & Thompson, 2007); overweight individuals
are more likely to be shown overeating in television programming (Greenberg, Eastin, Hofschire,
Lachlan, & Brownell, 2003). On the other hand, weight stereotypes include many negative traits
that are actually relevant to job performance. Overweight characters in movies and television
programs are often portrayed as lazy and undisciplined (Roehling, et al, 2009). In addition,
empirical studies of weight discrimination indicate that overweight individuals are described
with adjectives such as greedy (Greenleaf, Chambliss, Rhea, Martin, & Morrow, 2006) and lazy
(Hansson, et al., 2009). These adjectives are associated with conscientiousness (John &
Srivastava, 1999).
Conscientiousness is a moderate predictor of job performance, regardless of the
occupation (Barrick & Mount, 1991). Conscientious people engage in fewer counterproductive
work behaviors (Salgado, 2002), engage in more organizational citizenship behaviors
(Podsakoff, Ahearne, & MacKenzie, 1997), and plan before making decisions (MacCann,
Duckworth, & Roberts, 2009). For this reason, personality-based selection measures are more
likely to evaluate conscientiousness than any other personality trait (Behling, 1998). In addition,
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perceived conscientiousness also impacts ratings of hiring intentions in resume studies (Chen,
Huang & Lee, 2011).
Within conscientiousness, there are several traits, or facets, including achievementstriving (i.e.,“working hard to achieve goals”; and self-discipline (i.e., having the “ability to
begin and carry out tasks” and being “self-motivating” and “persistent”; Judge, Rodell, Klinger,
Simon & Crawford, 2013, pg. 877). Meta-analytic evidence suggests that these facets are
strongly related to work outcomes such as counterproductive work behaviors, interpersonal
facilitation, job dedication, task performance, and overall job performance (Dudley, Orvis,
Lebiecki, & Cortina, 2006). As conscientiousness is a strong predictor of job performance,
stereotype-consistent behaviors that reflect low-conscientiousness may actually be seen as
stronger justification for expressing prejudice in a selection context. Thus, it is expected that:
Hypothesis 6: After viewing social networking profiles, weight discrimination will be
greater when the applicant displays stereotype consistent behaviors that reflect traits
relevant to job performance.
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CHAPTER THREE: METHODOLOGY
The present study examined the effects of stereotype-consistent behaviors (i.e., lazy
unhealthy, and undisciplined behaviors), weight (underweight, average weight, overweight, and
obese), and gender (male and female) on hiring intentions. Each participant received a Facebook
profile as well as a Linked In profile. The Linked In profile was included to provide participants
with the applicants’ work experience and educational background. The applicants’ previous work
experience was in a server position. The server position was utilized because it is an occupation
that the participant pool would be familiar with and is not associated with any gender-based
occupational stereotypes. To test the effects of stereotype-consistent behaviors, gender, and
weight, each participants was provided with a single version of a Facebook profile where the
applicants’ name, photo, and posts were varied. To test the within subjects effects of
occupational setting, participants rated hiring intentions for an in person and phone position.
Generation of Stimulus Materials
Content of Profile Posts
Both Facebook and Linked In profiles were generated on actual social networking sites,
but all details were fabricated. The Linked-In profiles were consistent across all conditions to
provide all participants with the same applicant work and educational background. Descriptions
of previous work experience as a server were directly drawn from O*NET descriptions of tasks.
The profile picture on the Linked-In profile was completed blurred so that participants would not
be biased by information about the applicants’ physical appearance, gender, age, etc.
To simulate self-disclosure of stereotype consistent behaviors, four Facebook profiles were
created: a low achievement-striving/ lazy condition, an undisciplined/ low self-control condition,
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an immoderate/ unhealthy condition and a control condition (Figure 1). The text of each post and
their corresponding behavior are listed in Table 1. In addition, each condition had a version with
either a male or female name, as well as a male or female silhouette in place of the profile
picture. The content of each profile was generated through multiple methods. First, a review of
the most common names, favorite television shows, movies, etc. were used to create a profile
that was realistic for the applicant’s age group. To create the content that reflected stereotypeconsistent behaviors, example behaviors were obtained via subject matter experts from the
researchers’ laboratory as well as the researcher’s committee.
Profile Photos
Profile photos for weight and gender conditions were created by manipulating the same
two photos to appear to be a different weight. Photos of a man and a woman in a black polo and
jeans were selected based on low potential for distortion. In addition, the decision to select
stimulus photos in polos were based on uniforms typical of the candidate’s previous work
experience as a server at a sports bar. Several professional graphic designers and Photoshop
experts were hired to manipulate each photo to be represent four different weights (Figure 2).
Pilot Studies
Several pilot studies were conducted on the stimulus materials before conducting the main study.
Pilot Study One tested whether the behaviors disclosed in the Facebook posts actually reflected
the intended personality traits (i.e., lazy, undisciplined, unhealthy) using undergraduates from a
southeastern university (N= 620). Three items from an adjective checklist that describes facets of
the Big Five (Costa & McRae, 1985). This measure is often used in discrimination literature to
measure general negative evaluations of stigmatized groups (Applbaum & Anatol, 1972;
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Brennan & Brennan, 1981), and has been adapted for use in weight discrimination studies
(Cowan, et al., 1991). It is also especially effective in measuring initial impressions of a ratee’s
personality after receiving very little information, such as hearing a short clip of someone
speaking with an accent (Brennan & Brennan, 1981).
Using instructions from previous research (Cowan, et al., 1991), participants rated
subjects on each adjective using a 7-point scale. Three adjectives from the scale were used to
measure stereotyping based on the stereotype-consistent behaviors manipulated in the present
study: healthy versus unhealthy, active versus lazy, and self-controlled versus undisciplined. A
series of between subjects t-tests were conducted to determine whether the profiles that included
a type of behavior (i.e., lazy, unhealthy, undisciplined) were rated higher on their corresponding
adjectives from the adjectives checklist than other conditions. The results for each condition
across all adjectives are included in Tables 2, 3, and 4. All t-tests for the adjectives measured in
the study (i.e., laziness, undisciplined, unhealthy) suggested that the behaviors in each condition
reflected the behaviors they were intended to reflect. Thus, the results suggested that the profiles
are suitable manipulations for each stereotype-consistent behavior.
To test the appropriateness of the profile photos, two separate pilot studies were
conducted. To test whether photos were perceived as larger as BMI increased, a pilot test was
conducted to determine if the male and female stimulus materials were ranked in the correct
order using individuals recruited through the primary investigator’s social network (N=89).
Participant ranking of the photos indicated that the images were perceived as progressively larger
(98% of participants ranked the photos in the correct order) as the BMI of the intended weight
class increased. Frequencies for each response are included in Table 5.
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To determine if each photo properly represented the intended weight class, a brief followup pilot test was conducted on the stimulus photos on undergraduates who elected to participate
in order to earn extra credit (N=15). Participants were presented with each stimulus photo in a
random order. After each stimulus photo, participants were shown a standardized series of
computer animated figures representing different weight classes designed by the National
Institute for Health. Numbers were placed beneath each figure, creating a scale from 1-6, where
values below 2 indicated the figure was underweight, a value of 2 or 3 indicated the figure was
average weight, a value of 4 was overweight, a value of 5 was obese, and a value of 6 was
morbidly obese.
Mean scores suggested that the images represented each weight class. Underweight
photos received an average rating of 1.92, indicating that the photos were underweight. Average
weight photos received an average rating of 3.00, indicating that they were in the average weight
class. Overweight photos received an average rating of 4.46, corresponding to the overweight
weight class in the series of figures. Obese figures had an average rating of 5.17, which put the
photos in the obese range. In addition, Spearman’s rho (r=.86, p<.05) indicated that ratings
significantly increased as weight class increased. These results suggested that each photo
visually looked like the weight class it was meant to represent, suggesting that the photos could
be used to represent separate weight classes in the main study.
Participants
Participants were 239 students at a southeastern university who were given class credit
for participating. Participants were predominantly female (63.6; 35.1% male) and Caucasian
(53.7%; 8.8% Asian/Pacific Islander; 9.6% African American; 21.0% Hispanic). Ages ranged
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from 18 to 54. (M=21.21, SD= 5.34). The BMI of participants ranged from 15.58 to 44.43 (M=
23.91, SD= 4.68). Based on their reported heights and weights, 23.1% were clinically
overweight and 1.4% were clinically obese, though 24.3% self-identified as overweight and
5.9% self-identified as obese. 49.7% were employed and 19.4% had made hiring decisions in the
past. Means and standard deviations for all variables included in the study are in Table 6.
Stimulus Materials
To control for facial attractiveness differences, the faces of the man and the woman were
blurred. LinkedIn profiles included a completely blurred headshot of the male and female version
of the candidate, while Facebook profiles included photos tested in Pilot Study Two and Three.
Photos ended just past the candidate’s hips.
Measures
Questionnaires
Hiring Intentions
Hiring intentions were measured using four adapted items from Roberts and MacCann (2006).
Respondents rated the extent to which they agreed with statements four statements on a 7-point
Likert scale: “Based on all of the information I have about this applicant, I would hire the
applicant”; “I would evaluate this applicant's qualifications for the position favorably”; “I feel
that this applicant would be well-suited to the job”; and “Overall, I would evaluate this applicant
favorably based on what I saw on the Facebook and LinkedIn profiles.” The items had
acceptable reliability (α = .85).
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Discrimination Law Knowledge Test
To examine whether knowledge of discrimination law had an impact on expression of
discrimination, participants were asked to fill out a knowledge test of discrimination terms
provided by the Society for Human Resource Management (SHRM) at the end of the study. The
knowledge test was a resource provided by SHRM for professionals learning the content of
SHRM’s core competencies. All questions utilized a True/ False response format. An example
question is, “In order to qualify for hiring, an individual with a disability must be able to perform
all the functions of the job.”
Participants Personality
As hiring managers tend to favor applicants who have the same personality traits as them
(Rand & Wexley, 1975), it was possible that applicants in stereotype-consistent conditions would
be rated more favorably by participants who were high on the manipulated personality traits
(e.g., an undisciplined participant would likely rate an undisciplined applicant as more hirable
than an undisciplined participant). To control for these possible effects, participants rated
themselves on facet-level items of neuroticism and conscientiousness that represented each of the
types of stereotype-consistent behaviors (Sears & Rowe, 2003). A measure of immoderation, a
facet of neuroticism, was used to measure participants’ unhealthy behaviors. Two facet measures
of conscientiousness, achievement-striving and self-discipline, were used to measure
participants’ laziness and self-control, respectively. Participants were asked to rate the extent that
they agreed with statements such as “I often eat too much” (for immoderation), “I put little time
and effort into my work” (for achievement-striving), and “I get chores done right away” (for selfdiscipline) on a seven point Likert scale, with 1= Strongly Disagree and 7=Strongly Agree.
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Implicit Person Theory
Besides the Big Five, there are many other individual differences that are related to
discriminatory behavior. Implicit person theory, in particular, is an attitude that often predicts
whether an individual will engage in discriminatory behavior (Plaks, Stroessner, Dweck, &
Sherman, 2001). Implicit person theory refers to individual beliefs about the malleability of
personal attributes (Chiu, Hong, & Dweck, 1997). According to implicit person theory,
individuals who are entity theorists believe that personal attributes are relatively fixed, while
incremental theorists believe that personality is malleable (Heslin, Latham, & VandeWalle,
2005). Implicit person theory predicts bias towards marginalized groups, regardless of whether
the group is a racial, religious, or gender minority (Levy, Stroessner, Dweck, 1998). It is
important to control for implicit person theory because individuals who are entity theorists may
be more likely to recall stereotype consistent behavior that did not actually occur (i.e., they may
remember an obese person eating something unhealthy when they ate something healthy; Plaks,
et al., 2001;Werth & Foster, 2002). Therefore, including implicit person theory as a covariate
controlled for the effects of false memories the participants may have had after viewing the
social media profiles. Entity implicit theory was measured using four items on a 7-Point Likert
Scale with 1=Strongly Disagree and 7=Strongly Agree. A sample item is ““People can
substantially change the kind of person they are” (Levy & Dweck, 1997).
Applicant Personality
In addition to participant personality, participants were also asked to answer items
measuring conscientiousness and neuroticism (Goldberg, 1999) of the applicant. In addition to
the facets used to control for participant personality (i.e., immoderation, discipline, achievement31

striving), participants also rated the applicant on the other facets of neuroticism (i.e., anxiety,
anger, depression, self-consciousness, vulnerability) and conscientiousness (i.e., self-efficacy,
orderliness, dutifulness, and cautiousness). When the subscales were combined, both
conscientiousness and neuroticism had acceptable reliability (see Table 6).
Demographics
As familiarity with Facebook may have influenced ratings in the study, participants were
also asked whether or not they used Facebook on a regular basis. Participants were asked
whether or not they had an active profile, had an active profile in the past, or had never had a
profile. In addition, participants were asked whether they were currently overweight or had been
overweight in the past, whether they were obese or had been obese in the past, their current
weight, and their current height. To gauge whether participants had experience with the hiring
process, they were asked if they had ever been required to make employment decisions for a job.
Procedure
Participants were asked to pretend that they were hiring someone for a sales position. A
sales position was chosen because previous research suggests that physical appearance
stereotypes are especially important for sales positions compared to other positions. Previous
research reflects that negative weight stereotypes in particular may play a role in perceived sales
ability (Bellizzi, Klassen, & Belona, 1989). Moreover, most participants for an undergraduate
population have a basic understanding of what a salesman does. In addition, as the position of
salesman required many of the same customer service skills required for a server position (i.e.,
the position the applicant already had experience in), the participants could consider the
applicant to be qualified for the sales position based on his or her past experience. Participants
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were given a brief explanation of the job, followed by screenshots of a single version of the
applicants’ Facebook profile and the LinkedIn profile (LinkedIn profiles were identical except
for the name). After viewing the applicants’ materials, participants rated the likelihood of hiring
the candidate, followed by the supplementary questionnaires. To maintain the deception that the
study did not examine discrimination, they received the Discrimination Knowledge Test at the
end of the study.
Analyses
The present study examined the effects of a candidate weight class (i.e., underweight,
average weight, overweight, and obese), candidate gender, and behavioral condition (i.e.,
control, lazy, unhealthy, and undisciplined) as between subjects variables and likelihood of
hiring the applicant for a specific job as within subject variables (i.e., phone sales or face to face
sales) (see Figure 3). As weight class was an ordinal variable, weight class was conceptualized as
a categorical variable for all analyses. However, the way in which weight class was coded varied
across models. To examine whether applicants with above average BMIs were discriminate
against, overweight and obese conditions were coded as one while underweight and average
weight conditions were used as a reference value. To assess the relative effects of each weight
class on discrimination (e.g., weight discrimination is greater for obese versus overweight
applicants), each weight condition was dummy coded with average weight as the reference value
for weight class. To test the linear effect of BMI on weight discrimination, repeated contrast
coding was used (i.e., separate variables were created comparing underweight vs average weight
applicants, average versus overweight applicants, and obese versus overweight applicant).
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For the other manipulated variables used in the study, the control condition was used as
the reference value for behavior condition, while the male condition was used as the reference
for the gender category. To determine appropriate covariates to include in each model, a series of
univariate linear regression models and bivariate correlations were conducted for each possible
covariate. These covariates were primarily continuous variables, which were centered before
being included in analyses. Participant sex was also included as a covariate, with male as a
reference value. Dependent variables were transformed for normality due to negative skew. In
addition, any cases with a standardized residual above two were excluded from each analysis.
To assess the impact of each predictor, linear regression was utilized. Linear regression
was used in the present experiment for several reasons. First, many of the control variables
included in the study were moderately correlated with each other. Regression is recommended
when explanatory variables are moderately related to each other (Tabachnick & Fidell, 2007).
Second, while it was hypothesized that weight discrimination would increase as BMI increased,
there is some literature that suggests otherwise. Some theories posit that weight discrimination
occurs when an individual differs from the norm, such that anyone who is not average weight
(i.e., underweight as well as overweight applicants) may suffer from discrimination (Swami,
Chan, Wong, Furnham, & Tovée, 2008). Thus, regression with a weight dummy coded variable
was used to examine if this were the case in the present study. As many covariates were included
in the model, R2 ∆ were also calculated to determine whether the addition of fixed effects that
were relevant to each hypothesis contributed significantly to the model after covariates were
already included.
As many of the hypotheses required a comparison of certain effect sizes, a formula was
used to compare β weights. For hypotheses that required comparing β weights from separate
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models, the difference between  weights were converted to z-scores (Clogg, et al, 1995;
Paternoster, Brame, Mazerolle, & Piquero, 1998).
Results
Main Effects of Weight Condition on Hiring Intentions
As explained above, weight class (e.g, underweight, obese) can be conceptualized in
several ways when examining weight discrimination. First, one can test whether individuals who
are above average experience more discrimination than those with lower BMI. In this case,
weight classes that apply to individuals who have a BMI of 25 or below are used as a reference
value, while weight classes that represent individuals with a BMI above 25(i.e., obese,
overweight) are treated as a single group. In addition, weight classes can be treated as a linear
variable. However, because the pilot data of the images suggested uneven intervals between each
weight class, weight class was not coded as a single linear variable. Therefore, to test if weight
discrimination increased as applicant weight increased, contrast coding was used. Third, as there
is some research that all individuals that differ from the norm experience discrimination, weight
discrimination was assessed using the average weight as a reference value. Main effects of each
conceptualization of weight class are discussed below.
BMI of 25 as a Reference Value
The main effects of weight for the phone and in person sales job are presented in Tables 6
and 8, respectively. Even after including all relevant covariates, the main effect of an above
average BMI was not significant for the phone (= -0.06, t(236) = -1.32, p = 0.19, R2 ∆ =.01,
p=.12 )and for the in person (= 0.04, t(236) = -1.09, p = 0.28, R2 ∆ =.01, p=.69) positions.
Thus, hypothesis one was not supported.
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Dummy Coded Contrasts
As indicated in Table 9, separate beta weights were calculated for three comparisons:
obese vs overweight applicants; overweight versus average applicants; and average vs
underweight applicants. The beta weights suggested that weight discrimination did not
progressively increase as BMI increased for the phone sales position regardless of whether
covariates were included in the model. In addition, including these comparison variables did not
significantly improve the model (R2 ∆ =.02, p=.41). The comparison between the overweight
and obese (= 0.00, t(236) = 0.04, p = 0.97) , overweight and average (= -0.06 t(236) = -1.55 p
= 0.12) and average and underweight (= -0.01 t(236) = -0.36 p = 0.12) applicants was not
significant for the sales position. The same was true of the in person sales position (R2 ∆ =.00,
p=.97; = -0.02 t(236) = -0.47 p = 0.64 for obese vs overweight; = -0.06 t(236) = -1.42 p =
0.16 for overweight vs average; = -0.02 t(236) = -0.56 p = 0.58 for average vs underweight).
Thus, hypothesis two was not supported.
Average Weight Condition as a Reference Value
The main effects of weight, gender, and behavior condition on hiring intentions for a
phone sales job (Table 7) and a face to face sales job (Table 8) were tested separate models.
Figure 4 illustrates the effect of weight on hiring intentions for phone position. Before covariates
were included, there were no significant effects of weight class. When covariates were used, the
inclusion of the weight variables improved the model above and beyond the covariates (R2 ∆
=.06, p=.03). Applicants in the overweight condition had significantly lower hiring intention
ratings for the phone position when compared to the average condition (=-0 .13, t(236) = -2.19,
p<.05), though this effect was insignificant when covariates were not included in the model.
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However the other weight classes did not differ significantly from the average weight conditions
were not significant for the phone sales job condition (= -0.03, t(236) = -0.52, p = 0.61 for
underweight; = -0.03, t(236) = -0.38, p = 0.71 for obese). As indicated in Figure 5 of the means
for the in person sales position, hiring intentions for the abnormal weight conditions did not
differ significantly from the average conditions for the in person sales position, though the
inclusion of the fixed factors did improve the model overall (R2 ∆ =.07, p=.01).
Main Effects of Stereotype-Consistent Behavior Condition
The effects of stereotype conditions for the phone sales job and face to face sales job are
demonstrated in Figure 5 and Table 11. The undisciplined condition was significant for the
phone sales job (=0 .20, t(236) =3.27, p<.05) and the in person sales (=0 .19, t(236) =3.27,
p<.05). In addition, the lazy condition was also significant for the phone job (=0 .19, t(236)
=07, p<.05) and the in person job (= 0.36, t(236) = -6.66, p<.05). However, the unhealthy
condition was not significant for the phone job (= 0.08, t(236) = 1.27, p =.21) and only
marginally significant for the face to face job (= 0.10, t(236) = 1.87, p = 0.06). The only
behaviors that were significant across models were the undisciplined and lazy behaviors. Thus,
hypothesis six was supported.
Gender and Weight Interactions
The effect for each weight class were insignificant across genders for the both the in
person (R2 ∆ = .00, p=.80; Figure 5) and phone (R2 ∆ = .01, p=.37; Figure 6) position. This trend
was also significant when average weight or below was used as a reference value (Table 12).
Thus, hypothesis four was not supported.
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Behavior and Weight Interactions
To test whether overweight and obese candidates were discriminated against to a greater
degree when they engaged in stereotype consistent behaviors, additional follow up models that
included interaction variables for each stereotype condition and weight class were created for the
in-person (Table 10) and phone (Table 11) job. Similar to the other follow-up models, there were
no significant interaction variables. As demonstrated by the means of each weight class for each
stereotype condition for the in person (R2 ∆ = .00, p=.67; Figure 7) and phone job (R2 ∆ = .01,
p=.70; Figure 8), the effects of stereotype conditions were similar across all weight classes.
Weight Discrimination and Occupational Setting
Following recommendations of Clogg et al. (1995), z-scores were calculated to represent
the difference in beta weights between the two occupational settings for each weight class. The z
scores for differences between the two underweight (z =-0.26), overweight (z = 0.26) and obese
(z = 0.26), and above average weight (z=-1.67) β weights indicated that there was not a
significant difference between any of the effects across job type. Thus, hypothesis five was not
supported.
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CHAPTER FOUR: DISCUSSION
General Discussion
The present study sought to find evidence of weight discrimination through social
network profiles in a simulated hiring context. On the basis of the Justification-Suppression
Model of Discrimination (Crandall & Eshelmann, 2003), it was predicted that weight
discrimination through social network profiles would be stronger when overweight or obese
applicants disclosed stereotype-consistent behavior on their social network profiles. While a
previous study by the same researchers (McHugh & Joseph, 2015) indicated that stereotypeinconsistent behaviors on social network sites could suppress prejudice, the present study
suggests that stereotype-consistent behaviors do not actually facilitate the expression of
prejudice. Instead, it appeared that there was no discriminatory behavior at all, except for the
overweight condition for the phone sales position.
Weight discrimination may not have occurred for several reasons.. One, it is possible that
it is no longer socially acceptable to discriminate against overweight individuals. It is also
possible that, given that obesity is so common, it is no longer a source of stigma. In addition,
while the photos were manipulated to be several different weight classes, the photos still were
very attractive, flattering photos. In order to keep conditions consistent across all other variables
besides weight, each photo had the same body proportions across conditions. However, because
the original photos were of models, the body proportions themselves may have been attractive
regardless of the participant’s perceived BMI.
It is also surprising that the weight variable that was significant (overweight with average
weight as a reference) was not moderated by the presence of stereotype-consistent behaviors. It
is possible that, in the absence of any stereotype-consistent behaviors, participants still assumed
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that the overweight applicants actually were engaging in stereotype-consistent behaviors but
chose not to disclose them online. Another explanation is that, as members of a generation where
being overweight is incredibly common (a third of the sample was overweight), the population
participants were sampled from did not have the same stereotypes about weight.
In addition, because power analyses were based on effect sizes from previous studies that
may have used images that were closer to the morbidly obese category (Agerstrom & Rooth,
2011), it could be that the sample size was too small to detect interaction effects for “paper
people” who were obese and overweight. In a similar vein, previous research has utilized line
drawings of figures in their undergarments (Latner, Stunkard, & Wilson, 2005; Chen, & Brown,
2005), which may have made the stimulus materials’ weight more salient. As the present study
utilized photos that had been digitally manipulated, it is possible that the results here are more
realistic, albeit not significant.
The strongest predictors of hiring intentions were the behaviors of the applicants
themselves, rather than the applicants’ appearance. This suggests that individuals make character
attributions based on others’ social network profiles. Though the behaviors did reflect negative
personality traits, it is worth noting that none of the behaviors disclosed in the profiles directly
referenced actual work behaviors. Many of the behaviors are also very commonly disclosed on
social media, such as putting off chores to watch Netflix. Yet these character attributions are
generalized to the workplace. However, there also appears to be a strong halo/horns effect, as
any profile that included negative behaviors was rated higher on all negative adjectives, not just
adjectives directly manipulated in the profiles. Therefore, it is possible that the unhealthy
condition had a small effect size because it was associated with other, more work relevant
characteristics, such as self-control or laziness.
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Implications
The impact of character attributions on hiring intentions has many important
implications. First, it suggests that social network activities may bias hiring decisions. Even in a
sample where the majority of participants actively used social media, the impact of negative
behaviors was very strong. And the participants in the present study saw only a handful of
negative behavior disclosures in the present study. This suggests that an ill-timed post could have
a very strong impact on an applicants’ job prospects.
Another implication of the study is the potential for weight discrimination to occur when
applicants are screened before an interview. Though weight discrimination only occurred for the
overweight condition, the fact that discrimination still occurred is notable. Similar to behaviors,
participants were not exposed to a lot of images of the candidate. In an actual hiring situation, a
hiring manager is more likely to see many more photos of the candidate that may increase the
chance of discrimination occurring.
On the other hand, the relatively low effect size of weight class on hiring intentions is
encouraging. It implies that recent efforts towards tolerance of all body types (Dickins, Thomas,
King, Lewis, & Holland, 2011; Johnson & Taylor, 2008) may have been successful at reducing
prejudice towards the overweight and obese. It is possible that, similar to reductions in racial
(Fineman, & Gabriel, 2010), weight prejudice may also be decreasing. Given the widespread
obesity epidemic, it may be more socially acceptable to be overweight.
Limitations
There were several limitations to the present study. First, the majority of participants did
not have any experience making hiring decisions. However, scores on the SHRM hiring
knowledge test were not related to hiring ratings, indicating that human resources knowledge did
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not impact discrimination. Another limitation to the sample was that the majority of participants
actively used Facebook. As active users, they may have been more sensitive to social networking
behaviors than the typical hiring manager. In addition, because they were given less job relevant
data (they did see the applicants work experience in the LinkedIn profile), the participants may
have put more weight on the Facebook behaviors than if they were given more information, such
as a resume, a work sample test, a letter of recommendation. Indeed, many hiring managers
would likely have access to this information before they screened the applicant through an SNS.
The present study also did not examine the whole spectrum of behaviors related to weight
discrimination. While low achievement-striving, lack of self-control, and a pattern of unhealthy
behaviors are associated with being overweight or obese, there are other traits associated with
weight stereotypes. These traits include greediness (Greenleaf, et al., 2006), intelligence (Ritts,
Patterson, & Tubbs, 1992), and a general lack of social competence (Bassili, 1981). In addition,
the present study did not test all outcomes in Crandall and Eshelmann’s (2003) model. Positive,
stereotype inconsistent traits that serve as suppression factors were not included in the present
model. Given that certain self-promoting disclosures on social networking sites may cause others
to perceive social network site users as narcissistic(Buffardi & Campbell, 2001), the researchers
did not use self-disclosures of each trait’s corresponding antonyms (i.e., high achievementstriving, strong self-control, and healthy diet choices) to test suppression in the present study.
However, future research could examine suppression factors by looking at the effect of other
reports on social networking profiles. For example, suppression versus justification effects for
evidence of self-control could be tested by adding a post from a friend teasing the user about
either high or low self-control.
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In addition, while the present study did examine multiple traits associated with weight
stereotypes, each trait was presented in isolation. In most actual stereotype-consistent content
(e.g., television), overweight and obese individuals typically display many stereotype-consistent
traits (Greenber et al., 2003). In these instances, weight prejudice is more salient because
multiple stereotypes are primed. Therefore, it is possible that weight discrimination did not occur
because there must be evidence of several different stereotype-consistent traits for justification
effects to occur.
The present research also limited the number of weight classes included in the study.
Images were manipulated to appear to be underclass, overweight, average weight, and obese.
There were not any morbidly obese or anorexic conditions included in the study. And because
only four images were used to represent the range of weights from underweight to obese, it was
very difficult to detect incremental changes in weight discrimination. Future research could try to
use more images, or conceptualize weight as a continuous variable.
As mentioned above, the stimulus materials may have been less effective than stimulus
materials used in previous studies. All images were based on photos of young, professional
models with very desirable body proportions, and well-fitting clothes. In previous research, line
drawings of overweight and obese individuals in underwear were used, which would draw more
attention to higher than average fat deposits on stomach and hip regions. The fact that all images
were flattering photos is also unrealistic, as employers would typically have access to several
photos of varying attractiveness. Thus, in a more realistic situation, there would have been more
information about the applicant’s weight available on their profiles, which could have primed
weight discrimination to a greater degree.

43

Future Research
There are many ways future research could explore the implications of the present study.
First, more research should examine the possibility for social media-based discrimination of
other marginalized groups. Though this study did not examine race, every participant could
deduce the candidate’s name based on the name and picture provided in the profile. Future
research could explore how varying images, names, or racial stereotype-consistent behaviors
impacts hiring intentions as well. Similarly, manipulating photos to be different genders,
attractiveness levels, or religious backgrounds could be used to examine discrimination in future
studies.
Another avenue of research to explore are the different behavior disclosures that may
impact hiring intentions. The present study only explored three types of behaviors because they
were most relevant to weight stereotypes. Future research could explore how other negative
behaviors, such as anxious behaviors, may interact with other variables such as gender,
occupational type, etc. to influence hiring intentions. For example, future research could test
whether emotional posts are counted against female versus male applicants for a stereotypically
male position. As social network profiles are easily manipulated, virtually any negative behavior
can be examined.
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Figure 1. Control Condition Profile
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Figure 2. Photos for each weight condition. From left to right: Underweight, Average Weight, Overweight, and Obese
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Figure 3. Visualization of Hypotheses Tested Using Regression
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Figure 6. Weight and Gender Interaction for In Person Job
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Figure 7. Weight and Gender Interaction for Phone Job
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Figure 8. Weight by Behavior Interaction for In Person Job
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Figure 9. Weight by Behavior Interactions for Phone Job.
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Table 1. Added Posts for Each Condition
Condition
Text
Lazy
“I’m putting off my chores to watch Netflix again.”
“It’s 4PM and I’m still in my pajamas.”
Unhealthy
“I ate chocolate cake for dinner again.”
“I haven’t had a vegetable in two months.”
Undisciplined
“I said I was giving up Facebook last week. Look at me! I’m posting now
more than ever.”
“I’ve already broken my New Year’s Resolution.”
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Table 2. t-tests for Undisciplined Condition and Adjectives Included in the Adjectives Checklist
Adjective
t
df
Lazy
4.47*
617
Unintelligent
1.47
617
Restrained
2.90*
614
Confident
0.04
616
Attractive
1.12
617
Strong
1.38
617
Complex
1.16
616
Kind
2.01
614
Sexy
0.18
616
Sympathetic
1.36
616
Trustworthy
0.25
616
Gentle
0.10
616
Self-control
1.12
617
Neat
1.33
615
Friendly
4.22
617
Sensitive
0.09*
617
Calm
0.17
617
Self-satisfied
0.21
617
Sociable
0.02
617
Fun
6.32
616
Affectionate
3.97*
617
Clean
0.11*
615
Independent
0.64
615
Assertive
4.67
616
Trusting
0.00*
616
Helpful
0.26
613
Well-organized
2.06
613
Careful
0.65
614
Emotional
1.04
614
Unhealthy
5.97
615
Mature
2.08*
614
Intelligent
1.49
617
Note. *p<.05, ** p<.01
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Table 3. t-tests for Lazy Condition and Adjectives Included in the Adjectives Checklist
Adjective
t
df
Intelligent
2.46*
617
Lazy
6.26*
617
Restrained
0.34
614
Confident
2.93*
616
Attractive
0.95
617
Strong
2.48*
617
Complex
3.10*
616
Kind
1.37
614
Se y
-0.62
616
Sympathetic
1.66
616
Trustworthy
-0.65
616
Gentle
0.41
616
Self-control
0.26
617
Neat
4.09*
615
Friendly
2.98*
617
Sensitive
0.70
617
Calm
1.24
617
Self-satisfied
-0.52
617
Sociable
1.02
617
Fun
0.87
616
Affectionate
0.43
617
Clean
0.07
615
Independent
0.95
615
Assertive
1.14
616
Trusting
1.44
616
Helpful
1.97*
613
Well-organized
2.08*
613
Careful
3.36*
614
Emotional
3.02*
614
Unhealthy
-0.15
615
Mature
2.16*
614
Note. *p<.05, ** p<.01
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Table 4. t-tests for Unhealthy Condition and Adjectives Included in the Adjectives Checklist
Adjective
t
df
Intelligent
6.26**
617
Lazy
2.46**
617
Restrained
0.34
614
Confident
2.94**
616
Attractive
0.95
617
Strong
2.48**
617
Complex
3.10**
616
Kind
1.37
614
Sexy
-0.62
616
Sympathetic
1.66
616
Trustworthy
-0.65
616
Gentle
0.41
616
Self-control
0.26
617
Neat
4.09**
615
Friendly
2.98**
617
Sensitive
0.70
617
Calm
1.24
617
Self-satisfied
-0.52
617
Sociable
1.02
617
Fun
0.87
616
Affectionate
0.43
617
Clean
0.07
615
Independent
0.95
615
Assertive
1.14
616
Trusting
1.44
616
Helpful
1.97*
613
Well-organized
2.08*
613
Careful
3.36*
614
Emotional
3.02*
614
Unhealthy
-0.15
615
Mature
2.16*
614
Note. *p<.05, ** p<.01
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Table 5. Frequency of Rank Order Answers by Stimulus Photo
Photo
1
2
3
4
Male
Obese
2
0
0
87
Overweight
0
3
86
0
Average Weight 0
86
3
0
Underweight
87
0
0
2
Female
Obese
2
0
0
87
Overweight
0
3
86
0
Average Weight 0
86
3
0
Underweight
87
0
0
2
Note. Photos were ranked from smallest to largest.
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Table 6. Means and Standard Deviations
Variable
N
Participant Entity Implicit Theory 239
239
Applicant Conscientiousness
239
Applicant Neuroticism
239
Participant Achievement-Striving
239
Participant Immoderation
239
Participant Self-Discipline
239
HR Knowledge Test
239
Hiring Intentions- In-Person Job
239
Hiring Intentions- Phone Job

α
.85
.96
.92
.89
.77
.93
.92
.92

64

Min
1.00
2.17
1.86
1.90
1.22
1.70
1.00
2.25
2.25

Max
5.50
6.65
5.17
6.30
6.33
7.00
8.00
7.00
7.00

Mean
2.14
4.35
3.45
3.57
3.52
4.75
4.00
5.31
5.01

SD
0.94
0.75
0.58
0.69
0.94
1.24
1.48
1.03
1.14

Table 7. Main Effects of Weight for Phone Position
Variable

Average Weight as Reference

BMI as Reference

β

β

t

t

Weight Variables
Intercept
1.93
26.29
1.71
22.3**
Under
-.03
-.52
Over
-.13
-2.19
Obese
-.06
-.96
Above Average
-0.06 -1.32
Covariates
Participant Discipline
.01
.20
0
0.1
Participant Achievement
-.03
-1.0
-0.02 -0.58
Participant Immoderation
-.02
-.95
-0.02 -0.9
Participant Sex
-.07
-1.69
-0.08 -1.66
Participant Entity Theory
-.06
-2.65
0.02
1.42
Applicant Conscientiousness -.14
-4.31*
-0.12 -3.62
Applicant Neuroticism
.02
.39
0.01
0.32
Applicant Gender
-.04
-1.06
-0.04 -0.87
Note. *p<.05, ** p<.01. R2= .12 for average as reference, R2= .12 for BMI as
reference. No weight variables were significant when covariates were excluded.
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Table 8. Main Effects of Weight for Face to Face Positions
Average Weight as Reference
Variable

β

β

t

BMI as Reference
t
p

Weight Variables
Intercept
1.53
21.7**
1.64
41.03**
Under
0.02
0.35
Over
-0.02
-0.38
Obese
-0.03
-0.65
Above Average
-.04
-1.09
Covariates
Participant Discipline
0.05
2.50**
.05
2.47**
Participant Achievement
-0.01
-0.31
-.06
-.18
Participant Immoderation
0.03
1.54
.03
1.6
Participant Sex
-0.02
-0.55
-.02
-.52
Participant HR Knowledge
0.02
1.99
-.09
-.42
Applicant Conscientiousness
-0.20
-7.23
-.19
-7.11**
Applicant Neuroticism
0.00
-0.09
.00
0.07
Applicant Gender
-0.01
-0.20
-0.00
-0.23
Note. *p<.05, ** p<.01. R2= .24 for average as reference, R2= .26 for BMI as reference No weight
variables were significant when covariates were excluded.
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Table 9. Linear Differences for Each Position
Phone
Variable

β

t

p

β

In Person
t
p

Weight Variables
(Constant)
1.65
23.83**
1.76
42.67
Obese vs Overweight
0.00
0.04
-0.02
-0.47
Overweight vs Average
-0.06
-1.55
-0.06
-1.42
Average vs Underweight
-0.01
-0.36
-0.02
-0.56
Covariates
Participant Discipline
-0.01
-0.20**
0.01
0.41
Participant Achievement
-0.02
-0.65
-0.03
-0.95
Participant Immoderation
-0.03
-1.08
-0.02
-0.70
Participant Sex
-0.08
-1.76
-0.07
-1.62
Participant HR Knowledge
0.02
1.60
Participant Entity Theory
-4.47
-0.06
-2.60
Applicant Conscientiousness
-0.14
-0.09
-0.11
-3.40
Applicant Neuroticism
0.00
-0.52**
0.03
0.61
Applicant Gender
-0.02
-0.20**
-0.04
-1.00
Note. *p<.05, ** p<.01. R2= .13. for phone position, R2=.26 for in-person position. No weight
variables were significant when covariates were excluded.
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Table 10. Main Effects of Stereotype Consistent Behaviors
Phone
Variable

β

In Person
t

β

t

Weight Variables
Intercept
1.66 30.96**
1.46 21.77**
Lazy
.19
3.11**
.36
6.66**
Unhealthy
.08
1.27
.10
1.87
Undisciplined
.20
3.32**
.18
3.33**
Covariates
Participant Discipline
-.06 -1.83
-.03 -1.31
Participant Achievement
-.01 -.59
.03
1.33
Participant Immoderation
-.08 -1.77
-.03 -.88
Participant Sex
-.06 -2.75
.01
.50
Participant HR Knowledge -.05 -1.16
-.02 -.45
Participant Entity Theory
1.66 30.96**
1.46 21.77**
Applicant Gender
.19
3.11**
.36
6.66**
Note. *p<.05, ** p<.01. R2= .36 for in-person position, R2= .15 for
phone position. No weight variables were significant when covariates
were excluded.
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Table 11. Weight by Gender Interactions for In-Person Jobs
Variable

β

t

Weight Variables
Intercept
1.79
25.48**
Under
0.03
0.34
Over
-0.09
-1.05
Obese
-0.05
-0.55
Gender
-0.07
-1.14
Over X Gender
-0.01
-0.08
Under X Gender
-0.10
-0.88
Obese X Gender
-0.05
-0.45
Participant Discipline
0.03
1.41
Participant Achievement
-0.03
-1.02
Participant Immoderation
0.02
1.04
Participant Sex
0.00
-0.04
Participant HR Knowledge 0.03
2.08*
Note. *p<.05, ** p<.01. R2= .26. No weight variables
were significant when covariates were excluded.
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Table 12. Weight by Gender Interactions for Phone Job
Variable

β

t

Weight Variables
Intercept
1.49 17.27**
Under
0.04 0.56
Over
0.00 0.05
Obese
0.01 0.08
Above Average
Gender
0.00 0.02
Over X Gender
-0.01 -0.08
Under X Gender
-0.10 -0.88
Obese X Gender
-0.05 -0.45
Over X Gender
-0.01 -0.08
Participant Discipline
0.03 1.41
Participant Achievement -0.03 -1.02
Participant Immoderation 0.02 1.04
Participant Sex
0.00 -0.04
Participant Entity Theory 0.03 2.08*
Note. *p<.05, ** p<.01. R2=.10. No weight variables
were significant when covariates were excluded.
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Table 13. Weight by Behavior Interactions for In Person Job
Variable

β

t

Intercept
1.21
7.14**
Applicant Gender
-0.01
-0.23
Overweight
0.01
0.19
Lazy
0.30
5.49**
Undisciplined
0.11
2.05*
Over X Lazy
0.02
0.23
Over X Discipline
-0.04
-0.34
Participant Achievement
0.02
0.48
Participant Immoderation 0.02
0.40
Participant Discipline
0.03
1.82
Participant Sex
-0.04
-0.97
Participant HR
0.01
0.73
KnowledgeNote. *p<.05, ** p<.01. R2=.14. No weight variables
were significant when covariates were excluded.
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Table 14. Weight by Behavior Interactions for Phone Job
Variable

β

t

Intercept
1.72
36.30**
Applicant Gender
-0.06
-1.51
Overweight
-0.116
-1.70
Lazy
0.08
1.33
Undisciplined
0.18
3.09**
Over X Lazy
0.20
1.72
Over X Discipline
-0.06
-0.53
Participant Achievement
-0.02
-1.00
Participant Immoderation -0.07
-1.66
Participant Discipline
-0.08
-3.51**
Participant Sex
1.72
36.30**
Participant Entity Theory -0.06
-1.51
Note. *p<.05, ** p<.01. R2=.24. No weight variables
were significant when covariates were excluded.
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Table 15. Correlation Matrix for Pilot Study
1 2
1

Above Average

3

4

Underweight

-.58**

Overweight

.56**

-.33**

Obese

.59**

-.34** -.34**

Lazy
Undisciplined
Unhealthy
Gender
Applicant
Conscientiousness
Applicant
Neuroticism
Participant
Immoderation
Participant
Discipline
Participant
Achievement
Striving

5

6

7

8

10

11

12

13

14

15

16

17

18

1
1
1

0.03

-0.03

0.06

0

0

0

-0.06

0.07

-0.07

0

-0.02

0.02

-0.02

-0.03

0.02

0

1

0.03

-0.08

-0.01

0.04

0.02

0.04

-0.04

0.03

-0.05

0.07

-0.09

0.04 -.30**

-0.12

0.02

-0.09

-0.05

-0.03

0.03

-0.06

0.1

-0.05

0.04

0.08

0.01

0.03

-0.02

-0.09

0.06

-0.07

-0.04

-0.02

-0.01

0

-0.05
Participant Sex
Participant Entity
0.02
Theory
Participant HR
-0.04
Knowledge
Hiring intentions0
In Person
Hiring intentions0.07
Phone
Note. *p<.05, ** p<.01

9

-0.03

1

0 -.32**

1

0 -.32** -.34**

1

-0.02 .14*

1

0.01 -.46**
0.02 .18**
-0.08

-0.03

-0.05 .13*

1
-0.03

0.12 -.43**
-0.01 .84**

0.01

0.06

-0.11

0.03

0.03

-0.01

0

-0.02

0.04

-0.01

0.06

0.05

-0.1

-0.07 .16*

-0.02

-0.05

0 .13*

0.04

-0.01

0

-0.02

0.03 -.38**

-0.04 .13*

0.04 -.22** .46**

-0.03

0.06

0.02

-0.13

0.05 -.14*

-0.12

0.05

-0.01
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-0.08

0.04

1

0

1
-.41**

-0.01

1

-0.07

0.07

-0.04

0.09

0.02

1

0.06

0.01

0.05

0.01

0.01

0

1

-0.02

-0.1

-0.03

0.02

-0.02

-0.1

0.02

0.02

0.03

0.12

0.12

.25**

-0.02 .13*

1

-0.05 .59**

1
1
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